Introduction
The modern world is governed by new economic conditions, which result from the transformations that have come with yet another technological revolution. Breakthrough technologies have been created, new branches of industry have developed, and the old dominant sectors have had to redefine themselves. These changes have had a global, economic and social significance as the network society has emerged. Nowadays we all function in an era of industries created by humans, based on our knowledge and the power of our minds. Moreover, the low innovation level of the economy and its poor ability to compete are usually assumed to be a consequence of inadequate support of the economy with knowledge and intellectual capital (Wiatrak, 2005, p. 19) . As a result, analyses are currently conducted from the perspective of an orientation towards knowledge at all levels of economic life. The issues are discussed from both a global and national standpoint and from the point of view of a single organisation.
The dynamic transition to a knowledge-based economy has also led to transformations in the very nature of work and has organised it around the use of abstracts and notions. This, in turn, has resulted in significant shifts in employment structures -the working class has shrunk and the headcount in the service sector has increased. Furthermore, the results and efficiency of work have started to increasingly depend on the soft skills of employees (Solarczyk-Ambrozik, 2018, pp. 51-52) .
We are currently living in a "second" belle epoque, where -just as in the original one in the 1872-1914 period -tremendous economic and social inequalities emerged, with wealth concentrated in the hands of a narrow group of the richest people (Gwiazda, 2015, pp. 26-27) . It is not just the nature of the wealth that has changedtoday it is knowledge and the possibility of controlling it. This is why a new dimension of social inequalities has been identified, i.e. access to knowledge (including digital inequalities) (Krot, Lewicka, 2016, p. 234) . Organisations invest in the development of those employees who are the swiftest learners, which usually depends on their fundamental knowledge. And so the disproportions between employees and their knowledge resources keep growing geometrically.
In the new knowledge-based economy, only those with the highest qualifications have experienced actual pay rises; however, they are also let go once their skills become obsolete or too expensive or if there are cheaper employees with similar qualifications in another part of the world. The basic social contract is being destroyed, which is why key professionals, usually knowledge employees, are the first ones to quit their jobs once a new opportunity arises. So the possibilities of building a career for one's whole life are vanishing, which stimulates the growing inequalities. This is one of the reasons why the role of knowledge transfer keeps growing. After all, knowledge transfer is not only recognised as fundamental and essential for success in the area of knowledge management in organisations but it gains significance in the context of the diversification existing in the modern labour market. The weight and specificity of knowledge transfer encourages a multidimensional and multifaceted analysis, especially in terms of the diversity of employees and the circumstances of their work. Besides, solutions must be proposed for shaping the optimum conditions of such transfer, both universal ones and dedicated to specific employee groups.
The study is both theoretical and empirical. Its objective is to review the literature regarding knowledge transfer seen as a process with the participation of knowledge and to identify the dimensions of that process versus the existing diversification in the labour market. Critical analysis was used as the method to identify knowledge transfer determinants, to propose the tools to facilitate the process for particular employee groups and to establish the related primary values and principles.
The objective of the empirical section is to verify the assumptions that knowledge transfer differs for particular employee groups, with different dominant subprocesses and different instruments supporting its implementation.
Specificity and dimensions of knowledge transfer in the context of the diversification of the modern labour market
Diffusion of knowledge has attracted the attention of researchers since the very beginnings of the knowledge management concept. It is currently treated as a factor in effective organisation management (Purgał-Popiela, 2017, p. 6; Sinell, Ifflӓnder, Muschner, 2018 , p. 1460 , a determinant of the innovation level of an enterprise and the limits of dynamic development (Tworek, Walecka-Jankowska, Martan, 2016; Luo, Lui, Kim, 2017, p. 2), a driver of the modern economy (Michalak, Zagórowski, 2017, p. 300) , or a stimulus of the leverage effect in the creation of value by an organisation (Sveiby, 2005, p. 49) .
Studies dedicated to the flow of knowledge often use the following terms as synonyms: knowledge diffusion, transfer, distribution, flow, exchange, and transmission (Intezari, Taskin, Puleen, 2017, pp. 499, 501) . The term 'knowledge diffusion' should be treated as the broadest category, which also embraces knowledge creation as a result of its flow. Its essence is self-duplication of knowledge (Zhang, Li, Aziz-alaoui, Bertelle, Guan, Zhou, 2016, p. 2) . When compared to transfer, the process is set strictly in a social context -it requires mutual interactions between its participants, it is determined by knowledge characteristics such as its viscosity and ambiguity (Klarl, 2014, p. 2) , it is more closely connected with tacit knowledge and it highly depends on the organisational structure of the enterprise (Paliszkiewicz, Svanadze, Jikia, 2017, p. 37) . So knowledge diffusion takes into account the positive outcomes of knowledge transfer, along with the determinants and context of the process.
Knowledge transfer is usually defined in process terms and as such it should be described as a process involving knowledge that is the basis of organisational learning. It is described as flow of tacit or explicit knowledge between knowledge agents for the primary purpose of communicating knowledge of appropriate content and set in an appropriate context (Kim, Kang, Wang, 2016, p. 960) (Figure 1 ). 3 nell, Ifflӓnder, Muschner, 2018, s. 1460), a determinant of the innovation level of an enterprise and the limits of dynamic development (Tworek, Walecka-Jankowska, Martan, 2016; Luo, Lui, Kim, 2017, p. 2), a driver of the modern economy (Michalak, Zagórowski, 2017, p. 300) , or a stimulus of the leverage effect in the creation of value by an organisation (Sveiby, 2005, p. 49) .
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Fig. 1. Knowledge transfer as a process involving knowledge
Source: (Pietruszka-Ortyl, 2019, p. 21).
KNOWLEDGE TRANSFER (tacit and explicit knowledge)
communication to specific people), knowledge dissemination (a wider range of disclosure, aimed at turning specific knowledge into a generally available resource) and knowledge sharing (mutual provision of knowledge between people in a communication process).
The modern labour market is highly diversified. This diversity has resulted in certain inequalities. First of all, its clear dichotomy can be observed.
On the one hand, its main actors are highly qualified employees -new-era professionals, enjoying the safe position of specialists with the key competencies required by employers and as such desired by employers and dictating their terms in those relations.
The other perspective focuses on workforce with low qualifications. In that case, issues characteristic of the employer market prevail, related to dysfunctional flexibilisation of an organisation, sometimes resulting in the waste of qualifications of young people, employees at a mature age or socially excluded population.
So one may conclude that this diversity of the labour market is what generates the inequalities in that market and creates the dimensions for its analysis, especially from the perspective of effective implementation of knowledge transfer by organisations.
Considering the inequalities in the modern labour market, a knowledge transfer analysis must be multifaceted and it must address: -transfer in hierarchic systems (between employees representing different organisation management levels or various places in the organisational structure of the enterprises or its various international branches), -intergenerational transfer, -intercultural transfer, -interorganisational transfer (between employees, teams of particular enterprises or between individuals, groups and specific partnership enterprises), -transfer between professionals, -transfer between specialists and employees with lower qualifications.
Each of the above knowledge transfer analysis levels has different challenges. They apply in particular to issues related to the strategic value of transferred knowledge, its type or the most common knowledge diffusion subprocesses and the optimum tools to stimulate knowledge circulation, depending on the dimension that is being considered ( Table 1) .
In terms of knowledge transfer between professionals, the key efficiency factor is concentration on the knowledge sharing subprocess. It is most important for this group of employees as prominent individuals since they have the resources of the key -usually tacit -knowledge which is very hard to communicate. In their case, interpersonal relations and personal contacts that create a context of trust and reciprocity are of essence (Ensign, Hébert, 2010, p. 80) . The level of trust and mistrust affects attitudes and behaviours, such as: entrepreneurial behaviours, behaviours in the labour market, relational behaviours, risk acceptance, and controlling behaviours (Krot, Lewicka, 2016, p. 238) . Professionals' individual motivation to become actively involved in knowledge transfer is shaped through reputation (i.e. a set of characteristics or capabilities recognised by the environment) and altruism stemming from the wish to satisfy such needs as acceptance, prestige, identification, status and appreciation and intended to draw satisfaction from helping others. Reciprocity is manifested through the attitude that each member of a community should help others and may expect the same or a favour in return (Taylor, Murthy, 2009, p. 162) . Meetings and briefings X X X X X X X X X X X hierarchic X X X X X X X X X X X X X X X X intergenerational X X X X X X X X X X X interorganisational X X X X X X X X X X X between professionals X X X X X X X X X X X X X X X X intercultural X X X X X X X X X X X X X between specialists and their co-workers Source: (Pietruszka-Ortyl, 2019, p. 21 ).
In the case of knowledge transfer in a multicultural and intergenerational aspect, and partially an interorganisational aspect, the efficiency of the process involving knowledge depends on some special elements, the leading one being the frequency of contacts -the more frequent, the better for knowledge transfer. In this context, problems connected with different mental models, metaphors and analogies arise. So it seems that the dominant factor simulating efficient knowledge exchange in this case is the ability of particular employees to learn at a universal level.
Intergenerational knowledge transfer gains special significance due to its increasing range. Contemporary living conditions have resulted in longer life expectancy and coexistence of many generations. Both traditionalists and Generation Z can function in the labour market simultaneously, which is a challenge for company management. Organisations need both the youngest generation -proficient users of IT tools, born in the era of digital economy, and the older generation -a carrier of knowledge (Godlewska-Majkowska, Lipiec, 2018, p. 9).
The issue of proper knowledge transfer between the organisation management and the reporting employees, also with regard to global operations, is an intriguing issue. This is where problems emerge in connection with proper communication and implementation of the strategies adopted without adjustment to the requirements of local markets or other peculiarities of specific individuals. In such cases, the alertness and vigilance of managers is emphasised as it determines the transparency of the message and the selection of knowledge diffusion tools suitable for the recipients and it eliminates the use of mental shortcuts, cultural simplifications or hermetic language (Ishihara, Zolkiewski, 2017, p. 840 ).
Empirical research methodology
The main hypothesis was developed before the pilot empirical research aimed at preliminary analysis and diagnosis of knowledge transfer conditions in the perspective of the diversification of the modern labour market, and it assumed that the knowledge transfer process depended on the knowledge agents involved. The main hypothesis was complemented by the following detailed hypotheses: -the group of knowledge agents determines the dominant subprocess in a specific knowledge transfer process, -various groups of knowledge agents use different instruments supporting the implementation of particular knowledge transfer subprocesses. Thus phrased theoretical assumptions led to specific questions and, by extension, to research tasks involving identification of: -the knowledge transfer subprocess dominant in the group of knowledge agents, -the methods and tools supporting each of the identified knowledge transfer subprocesses used with regard to specific groups of knowledge agents. The research hypotheses were verified and the research objectives were pursued based on a survey held in spring 2019. The research tool consisted of 15 closed, mostly multiple choice questions. Eighty-eight surveys were fully completed.
− the methods and tools supporting each of the identified knowledge transfer subprocesses used with regard to specific groups of knowledge agents. The research hypotheses were verified and the research objectives were pursued based on a survey held in spring 2019. The research tool consisted of 15 closed, mostly multiple choice questions. Eighty-eight surveys were fully completed.
Fig. 2. Knowledge transfer analysis dimensions versus labour market diversification
The respondents were of different ages (the average age was 38.5), had mostly higher education (89.7% respondents) and moderate professional experience, The respondents were of different ages (the average age was 38.5), had mostly higher education (89.7% respondents) and moderate professional experience, they were connected through various forms of cooperation, they formed a collaborative network, they had 14 years of service on average, they represented various groups of knowledge agents and participated in knowledge transfer processes at various levels according to the pattern presented in Figure 2 .
As a result, the respondents were concurrently assigned to several groups of knowledge agents and they took part in knowledge circulation processes at several different levels of knowledge transfer analysis. 21 (23.9%) respondents were senior executives, 58 (65.9%) represented middle management, and 9 (10.2%) were operational managers. 23 (26%) of the respondents were specialists in their field. Considering the generation diversification, 46 (52.3%) respondents were from Generation X, 33 (37.5%) were from Generation Y and 9 (10.2%) represented Generation Z. The first group was homogeneous in terms of gender (men) and diverse in terms of nationality (19 (21.6%) Ukrainians, 11 (12.5%) UK citizens, 9 (10.2%) Germans, 49 (55.7%) Poles).
Determinants of the knowledge transfer process depending on the characteristics of knowledge agents -research results
In search of arguments to verify the correctness of research assumptions, the answers given by the respondents to particular survey questions were addressed.
First, every respondent group was asked to specify which of the four subprocesses was the most common, the most preferred and, in their opinion, the most important for effective implementation of knowledge transfer (Figure 3) .
For knowledge transfer carried out by specialists, the respondents specified knowledge sharing as the dominant and the most important subprocess (73.9%). This reflects the professionals' high awareness of the significance of such actions as they lead to the creation of new knowledge and involve the most valuable tacit knowledge. Knowledge acquisition was also a fairly popular response (13.1%), which reflects attitudes characteristic of professionals, entailing determination in learning on their own, directly from others, as a result of functioning in communities of practitioners. The orientation towards knowledge dissemination (4.3%) and knowledge disclosure (8.7%) was noticeably low. Such results may suggest low motivation of specialists in this respect and adoption of an orientation that knowledge is power. 
Figure 3. Significance of particular knowledge transfer subprocesses depending on analysis dimensions
Source: own compilation based on empirical research results. As a result, it seems advisable to re-design incentive systems to make them stimulate these subprocesses and the use of appropriate instruments to catalyse these activities and thus transform tacit knowledge into explicit knowledge and human capital into the company's structural capital.
In the answers given by the respondents, interorganisational knowledge transfer seems to make equal use of all four subprocesses. However, one may notice clear trends in applying the knowledge protection strategy (low percentage of answers for knowledge disclosure -14.8%) and the determination to consciously shape the image of the organisation outside (knowledge dissemination 29.5% of responses).
Hierarchical knowledge transfer shows low orientation towards feedback (knowledge acquisition 18.2% of responses) and suggests high formalisation of activities, which limits knowledge disclosure and knowledge sharing (both subprocesses had 22.7% responses each).
Intergenerational knowledge transfer, according to the respondents, makes the greatest use of knowledge sharing (60.2% of responses) and knowledge acquisition (29.5% of responses). They appreciate the mutual benefits from cooperation with those who represent different systems of values and communication methods. There is an established openness to cooperation, stemming from the appreciated reciprocity.
As far as intercultural knowledge transfer is concerned, the responses confirm the need for and awareness of the significance of that variant of knowledge transfer but they also show how complex and difficult it is. Knowledge sharing in this case fails (27.3% of responses), limited essentially by differing mental models and cultural inclinations regarding the communication process.
The results obtained for knowledge transfer between professionals and their co-workers are questionable. They may arise from the high disproportion between the number of specialists and the representatives of other employees (23/65). As a result, the characteristic attitude is knowledge acquisition on the part of other employees (30.8% of responses), the willingness to disclose professional knowledge to co-workers (28.4%) and a clear reluctance to disseminate and share knowledge (20.4% of responses).
For the most commonly used and preferred tools specific for particular knowledge transfer subprocesses, the research results reveal the following patterns (Table 2) : -in the majority of knowledge agent groups, knowledge acquisition takes place through on-the-job training and demonstration and display; the level between professionals is an exception as it is dominated by specialised presentations and interorganisational transfer, where the acquisition takes place also via presentations and e-mails; -knowledge disclosure essentially takes place through on-the-job training and meetings and briefings; different responses were given for the professional dimension of knowledge transfer, which uses mostly training, and the interorganisational level, with on-the-job training and documentation disclosure being popular tools;
-knowledge dissemination takes place through tools that are more varied for specific groups of knowledge agents; advertising of the company and its products is used for all knowledge transfer subprocesses; speeches in the environment and development of specialised publications are also relatively common; the tools used in the professional and intercultural dimension include primarily speeches in the environment, and in the intercultural level -company websites, -knowledge sharing takes place based on the most diverse tools, which is an outcome of the significance and specificity of this subprocess; in the hierarchical dimension, meetings and briefings and training of group work are most frequently used; the most popular tools for intergenerational knowledge sharing are training of group work and mentorship; professionals usually use communities of practitioners and coaching, and representatives of various cultures -communities of practitioners and meetings and briefings; specialists usually share their knowledge with other employees through coaching and mentorship; the interorganisational level of knowledge sharing is based on communities of practitioners and group work training.
Conclusions
The principles of the "good society" by T. Piketty suggest that attempts should be made to eliminate social inequalities arising from the accumulation of wealth (Drabowicz, 2016, p. 79) . Considering the negative consequences of inequalities for economies and organisations in connection with society ageing and talent deficits, it is emphasised that their eradication could help improve general prosperity (Krot, Lewicka, 2016, pp. 234-235) . Since nowadays, in the era of knowledge-based economy, wealth concentrates around knowledge, conscious control of its diffusion among various labour market groups gains special significance. This is why the paper attempted to identify particular dimensions of knowledge transfer and capture their specificity from the perspective of particular groups of knowledge agents. Efforts were made to determine, based on the empirical research, the basic knowledge transfer subprocesses followed by specific groups of knowledge agents and to establish the instruments used in their course.
The results discussed should be treated as indicative only due to their considerable constraints related to the size of the sample. The research should be construed as pilot studies that confirm the diversity of knowledge transfer across various groups of knowledge agents and may justify undertaking proper multidimensional scientific studies.
Nonetheless, its shows that knowledge sharing is a subprocess that is reserved for professionals and for intergenerational exchange of knowledge. Knowledge acquisition most often takes place between specialists and their co-workers and at the intergenerational level. Knowledge disclosure is the domain of specialists and it usually happens during their contacts with their co-workers. Whereas knowledge dissemination is the primary subprocess of hierarchical knowledge transfer.
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